Nurturing a high-quality, knowledgeable and innovative human capital with strong moral and ethical values has become a new source of driving the nation's productivity growth and competitiveness. Therefore, Human Resource Development Council (HRDC) was established in 1992 to generate lifelong learning in workplace setting to improve labor productivity, technology transfer and innovation. In 2002 it was renamed as Human Resource Development Limited (HRDL). All registered employers with HRDL are eligible for the employees training grants. The total approved training places and disbursement of training grants had increased over the years. This paper investigates to what extent the training programs improve employee knowledge, skills, works behavior and job performance, and what are the significant training related factors influencing job performance. The paper is based on data collected through self-reported survey on 1200 employees (458 responded) at hotels, resorts and ICTs companies in four selected states. Out of the responses, 73 percent attended various training programs coordinated by HRDL. The result shows that, in general, the training programs improve knowledge, skills and positive work behavior of employees. Multiple linear regression analysis supports the hypothesis that training related variables have positive impact on employees' job performance except cognitive competence.
INTRODUCTION
Malaysia is moving up the competitiveness rankings by seven spots to the 25th place in the Growth Competitiveness index in 2005, as compared to 2004. In terms of the Business Competitiveness Index, Malaysia's ranking moved upward to 20 th place. Malaysia also places 26th in the World Economic Forum's (WEF) Global Competitiveness Index (GCI) rankings for 2006 (Claros et. al 2007; Porter, Schwab and Martin 2006; Claros, Porter and Schwab 2005) . Currently Malaysia has moved up to the 19 th place in the World Competitiveness Yearbook 2008 published by the International Institute for Management Development (IMD) based in Switzerland (IMD, 2008) . The competitiveness of nation and companies in the knowledge-based economy today lies more on their knowledge and intellectual capital than on other resources as mentioned in the Ninth Malaysia Plan 2006 -2010 (Malaysia 2006 . Local researchers (such as Fong Chan Ong, 2006; Kanapathy, 1997; Tan and Gill, 2000) have recognized that knowledge workers are the most critical element in developing advance technologies, improving productivity and continuing to attract foreign direct investment (FDI). These circumstances point to the importance of human resources as factors of investment, economic development and as key element of competitiveness (Garelli, 2002) . Therefore, the priority efforts must be given to develop high-quality, knowledgeable and innovative human capital with strong moral and ethical values to perform tasks efficiently and effectively (Prime Minister's Department, 2008) . With regards to the above, the private sector employers are encouraged to retrain and upgrade the skill of their employees. Human Resource Development Limited (HRDL) was set up as a mechanism for stimulating and strengthening organizational learning culture among private companies in Malaysia. This article addressed two main questions. First, does training programs improve knowledge, skills and work behavior of the participant? Second, does training affect on job performance?
HUMAN RESOURCE DEVELOPMENT FUND (HRDF)
Human resource development (HRD) act was established in 1992 and enforced in January 1993. The enforcement of this act led to the formation of Human Resource Development Fund (HRDF) and Human Resource Development Council (HRDC) as a coordinator (HRDF, 2008) . In 2002 HRDC was renamed as Human Resource Development Limited (HRDL). In the early implementation, HRD act only covered employers with 50 and above Malaysian citizen employees in the manufacturing sector. Every employer must register with HRDL and pay one percent of the monthly wages of the employee. The wages of employees are not permitted to be deducted for the payment of the levy (HRDF 2008) . However with effect from January 1995, the coverage was extended to employers with 10 to 49 employee and paid-up capital of RM2.5 million and above (HRDF 2005) . The establishment of the HRDL aims at upgrading the knowledge and skills of workers, equipping workers with the latest and specific skills, producing multi-skilled workers, facilitating the transfer technology, improving productivity and value-added operations, preventing worker's skills from becoming obsolete and enhancing the training culture amongst employers (HRDF, 2008) .
In 2007, there was an additional sector covered under the Act, namely, the Commercial Land Transport Sector. The total number of registered employers was increased from 10,261 in year 2006 to 10,780 in year 2007 10,780 in year (HRDF, 2008 . The total amount of levy collection also increases over the years with 23 percent of annual growth rate. In year 2008, total amount of levy collection was RM323.39 million as shown in Chart 1.
Source: HRDF/Human Resource Development Fund (2005 Fund ( , 2008 .
Registered employers with HRDL and pay the levy are eligible to apply for training grants in the area of direct benefit to their employees and companies. Currently there are ten training schemes and employers are encouraged to utilize their levy payments. The training schemes consist of subsidize training scheme (SBL), Special-SBL scheme (SBL-Special), approved training scheme (PROLUS), annual training plan scheme (PLT), training provider agreement scheme (PERLA), purchase of training aids and set up training rooms, computer based training scheme (CBT), set up computer training units, apprenticeships training scheme and joint training scheme (HRDF 2005 
DATA AND METHODS
A survey of hotels, resorts and ICT's employees was carried out using a structured questionnaire in four selected states (Selangor, Federal Territory, Johor and Pulau Pinang) in Malaysia. The main purpose of the survey was to collect information on the incidence and perceptions of training among multi-racial workers ( Cuthbert, 1996; Ka-shing Woo,1998; Kwan and Ng, 1999; Schmidt 1998; Smith and Wilson, 2002; Strickland, Simons, Harris, Robertson, Harford and Edwards, 2001; Tamkin, 2005; Velde and Cooper, 2000) . The survey questionnaire measure the participant perceptions of the actual service and impact received after the training programs. Employees respond to item using a five point likert-type scale ranging from 1 (strongly disagree) to 5 (strongly agree). A total of four components indicator were identified as the measurement parameters. These are training reactions, learning outcomes, behavioral changes and organizational impact in terms of employee's job performance. We have considered six subjective measures of job performance -work target, product/service quality, product/service defect, customer complaint, job hazard and equipments failure. A pilot test with a group of 20 employees was conducted in September 2008 to determine problem with the instruments. The overall Cronbach alpha (∝) range of four components indicator in this study was 0.77 to 0.87. According to George and Mallery (2001) Cronbach alpha (∝) 0.7 is considered acceptable, while 0.8 is good. While, the linear regression model was employed to explain employee's job performance by personal endowments (gender, years of schooling and work experience), attributes of training reactions (training contents, financing of the training and trainers quality), learning outcomes (cognitive competencies and technical skills) and behavioral changes (work commitment and work respectfulness).
RESEARCH FRAMEWORK
A widely accepted Kirkpatrik (1994) classical model, indentified four level of training evaluation; Level One -Reaction, Level Two -Leaning, Level three -Behavior and Level Four -Result. The training system comprises of inputs, process and outcomes (Al-Khayyat and Elgamal, 1997; Barnard, Veldhuis and Van Rooij, 2001; Dumbrell, 2000; Gabbard, 1981; Gasskov, 2000; Grubb and Ryan, 1999; Hanushek, 1986 Hanushek, , 1997 Hanushek, , 2002 Kim and Harris, 1976; Lynton and Pareek, 2000; McCaslin, 1990; Nelson, 1993; Ziderman, 1997) . Inputs of the training program consist of trainer, instructional content and training financing. The training process is the engine of the system. Here the inputs are transformed into actions and outcomes. This is where the teaching and learning occur and required knowledge, skills and behavior changes are introduced to the participants. The trainee's capabilities, personality, motivational factors, previous work experience will affect the learning process. At this stage reaction of service quality of the training program will affect the knowledge, skills and behavior changes of the participants. The main goal of training is to prepare participants for the tasks they are going to perform on their jobs (Barnard, Veldhuis and Van Rooij, 2001; Holton and Trott, 1996; Tamkin, 2005) . These effects on the participant refer to the increments in knowledge, skills and attitudes that required in the workplace. The needed impact of training to the company operations is improvement in employee's job performance.
RESULT AND DISCUSSION
This section presents descriptive statistics and explains the background of respondents and HRDF training programs attended by employees in this study as shown in Table 2 . More than half (56.6 percent) of the respondents are female. On average their age are 32 years (M=31.58, SD=6.970), with the eldest is 56 years and the youngest is 20 years old. The majority of the employees are Malays (52.4 percent), followed by Chinese (33.5 percent) and Indian (12.3 percent). In terms of marital status, 60.8 percent of them are married and 38.9 percent are still single. As shown in Table 4 , 13.5 percent of the employees earn less than MYR1,000 a month, 18.6 percent between MYR 1,001 and MYR 1,500, 17.4 percent between MYR 1,500 and MYR 2,000 and 24.0 percent between MYR 2,001 and MYR 2,500. Table 4 also indicates, on average their tenure in the current company is 6 years (M=5.82, SD=4.837), with the maximum 35 years service and minimum of one year. In terms of employment status 93.4 percent hold permanent posts, 3.0 percent hold a temporary posts and the rest are working on the contract basis. 
Participation in HRDL Training Program
The most popular training courses are management and supervisory (36.9 percent), followed by technical skills (15.0 percent), occupational health, safety and environmental protection courses (14.0 percent) and teamwork and motivation (13.6 percent). However a few of them attended ccommunications and customer services and sales and marketing courses as shown in Table 5 . Almost all employees participate in short courses (less than 3 months). However 23.8 percent of those attended management and supervisory courses for 3 -6 months and 25 percent attended more than 6 months. The types of training schemes are presented in Table 6 . Only 14.0 percent of the respondents participate in approved training scheme (PROLUS) and 11.0 percent annual training plan scheme (PLT). As shown in the Table 6 , the subsidized training scheme (SBL) is considered as main choice of the training schemes. 
Effectiveness of the Training
This section describes perception of employees towards the training programs organized by HRDL. Table 7 indicates the mean of the employees' reactions towards the training programs. The summations of the training content (M=3.662, SD=0.491) and overall financing (M=3.369, SD=0.621) of the training yielded as moderate level. However, in terms of courses content relevancy and needed for the job were classified as high. The overall trainers quality level (M=3.757, SD=0.5334) is also high which is attributed by high score of each items under this variable. In terms of the learning outcomes perception, employees have high level improvement in overall cognitive competencies (M=3.8481, SD=0.5990) and overall technical competencies (M=3.704, SD=0.5850). All items in cognitive competencies enhancement shown in Table 8 are high. Meanwhile, only one item in overall technical competencies is classified high. However, the training program does not provide better improvement in employees capability in utilizing current technology (M=3.655, SD=0.713) adoption and application of new technologies (M=3.620, SD=0.737). There are seven items to measure behavioral changes. The mean of these items as shown in Table 9 reveals that the overall employees' level of work commitment (M=3.801, SD=0.568) and work respectfulness (M=3.745, SD=0.547) are high. Participants of the training show a high improvement in positive attitudes, work eagerness, teamwork within department and punctuality in work. Meanwhile, accuracy, thoroughness and reliability of products and services, compliance to the professional standards and respect to the top management decisions increased at same magnitude. Based on these items, it is indicated that employees have an improvement in the productive workplace behavior. The total score for employee's job performance is obtained from the summation of responses based on all the 6 item statements shown in Table 10 . A higher score indicates a higher level improvement of employee job performance and inversely, a lower score indicates a lower level of employee job performance. The items with highest score in job performance are achievement in work target (M=3.754, SD=0.718) and improve product quality or service provided (M=3.716, SD=0.767) mainly within the company. However Table 10 shows reduce in product or service defects, customer complaints, job hazards and equipment failure rate exhibited a moderate level. Although these items have slightly low mean score, the training impact for job performance (M=3.625, SD=.577) is considered moderate. Table 11 exhibits the result of the estimation of the regression model for training impact on job performance. The overall training impact in model 1 shows a strong statistical significance, with ρ<0.001 and the R-square of 0.590. The model explains 59.0 percent of the variance in job performance. Multicollinearity does not appear to be a serious concern in both models since the VIFs for these variables are below 3.0 (Hair et al., 1998) . The hypothesis assumes that the training inputs, learning process and behavioral changes are significantly associated with job performance. 
Contribution of Training to Employee's Performance

CONCLUSION
Management and supervisory and technical skills are the most popular training courses. A subsidized training scheme (SBL) is considered as main choice of the training schemes. Based on participant positive reactions, the training programs were designed match with employee needs and expectation. We have found clear empirical evidence that HRDL training programs improved the knowledge, skills and work behavior of workers. However, the training has moderate impact on employee's job performance. Most of training related variables are positively and significantly associated with employees' job performance except cognitive competence.
